The SHRM Foundation has a 40- Research results are used in multiple ways. Once a study is completed, the findings are published in journals and magazines. Results are presented at professional conferences, and used as the basis for writing textbooks.
Students studying HR and business rely on these materials to learn about the topic, complete class assignments, and prepare themselves for professional careers. The research is also used to update professional certification exams and to prepare new exam questions. Authors and consultants study research results and incorporate the findings into their reports and presentations. 
Training for Virtual Teams
Use of virtual teams is expected to grow; however 80% of respondents reported that top management does not put a high priority on virtual team training. Over 60% of respondents reported that no specific virtual team training was provided, and only 2% responded that "extensive virtual team training" was provided. Within the organizations that did provide some training, 70% of respondents rated the training as ineffective or only slightly effective.
• Virtual team training must get top management buy-in to truly be viable.
• Training is most effective if it is provided before teams are formed.
• Training team leaders on fundamental team leadership should be combined with modules on the use of technology to maximize communications.
• Team members should participate in team building sessions and also receive training on virtual technology, communications, and team structure and rules.
The quality of team leadership is very important to establishing team trust and knowledge sharing.
• Team leaders need to clearly define team objectives and rules of participation.
• Leaders should identify team members' roles and responsibilities, and then select team members accordingly.
• Team members should receive appropriate training.
• Team leaders should inform team members' on-site managers about team tasks and structure to help avoid priority conflicts with members' onsite work.
Making Virtual Teams More Effective
The SHRM Foundation sponsored two recent studies on virtual teams. Dr. 
Virtual Team Training Program
The following model of a virtual team training program, developed by Dr. Rosen and his co-researchers, shows some of the creative options HR can implement to meet the challenges of virtual work. Communication issues-between team members or between leaders and members-detracts from essential and efficient knowledge sharing.
• Virtual teams need occasional face-to-face, in person meetings.
• To enhance communication, team members should receive regular, periodic team performance updates that provide an opportunity for the entire team to participate.
• Communications technology and usage must be compatible at all locations so every team member can access critical information.
Human Resource Management in International Virtual Systems
A virtual work environment (e.g. working from home) is generally less structured than a traditional work environment. To create a successful transition from a traditional to a virtual work environment, employees must believe in their ability to cope with new challenges.
This belief in their coping ability can be enhanced by behaviors that create structure -specifically daily activities associated with planning and prioritizing their work.
• Individuals entering a virtual work environment need training that will enhance their ability to plan independently, prioritize and structure their work so it fits with their specific work environment.
Working virtually can leave employees feeling disconnected from the organization and less trusting of co-workers. This in turn can lead to added job stress that affects both work performance and non-work activities.
• Managers should create opportunities for employees to remain connected to the organization and to foster interpersonal trust.
• Have virtual employees meet in-person with their colleagues periodically.
• Use electronic media to increase the level of explicit communication about workplace events.
• Consider implementing a mentoring program so virtual employees feel they are kept in-the-loop.
Employees from a number of different countries were surveyed; however the effects of virtual work were the same and did not seem to be influenced by any cultural differences. One particular work situation did result in some special issues. Call center employees whose clients were in a different country identified additional challenges with identification with customer needs caused by personality and cultural differences.
• Training, information systems support, and justification for the virtual work program should be applied universally to all virtual workers, regardless of home country location.
• It is important to give call center workers culture-based training to improve identification with customers. It may also be useful to provide direct means to improve client identification, such as more explicit client site information.
EXECUTIVES INCREASING

KEy FINdINgS aNd IMPlIcaTIONS FOR PRacTIcE
This and other studies have shown that highly extraverted executives tend to be rated more highly in terms of their performance than relatively less extraverted executives.
• Organizations might want to consider a candidate's extraversion in their executive selection process.
When new executives who were less extraverted had high-quality relationships with senior executives, their performance was rated more highly by their superiors and they had a lower incidence of turnover, even when compared to their more extraverted counterparts. Conversely, equivalent high-quality relationships had no noticeable effect on the performance of highly extraverted new executives.
• Building high quality relationships with supervisors and other senior executives is important to ensure the success of less extraverted new executives.
• Senior management should be encouraged to recognize less extraverted personality traits and to forge close relationships with these new executives.
• Provide opportunities for mentoring, exposure, and visibility to less extraverted executives.
This increased attention will improve the new executive's performance and reduce the probability of turnover.
Increasing the Success Rate of New Executives
Organizations spend considerable time, money, and effort to transform executives into productive assets. Research has shown that the cost of losing executive talent is high.
Identifying factors that help or hinder new executives to "get up to speed" quickly and remain with the organization is vital to maximizing the effectiveness of executive development. • To reduce turnover among female executives, senior executives should focus on building stronger working relationships with new female executives and providing appropriate development opportunities.
• An organization should learn from the experiences of other female executives and use them as a resource in developing new female senior executives.
SUCCESS RATE
To read the full research reports, visit http://www.shrm.org/foundation
STudy METHOdS
Considering that executive turnover 
Enhancing the Effectiveness of HR Practices and Stock Options
This study examined the use of progressive HR practices as well as the impact of stock options on productivity. The survey found that the use of progressive human resource policies and practices-such as variable pay, investment in training, and increased employee involvement-are now quite common across the U.S. This means organizations are moving away from keeping employees tied to their specific company for an entire career and are putting in place the types of HR policies and practices designed to respond to external market changes. They found that the introduction of both executive and broad-based stock options have a positive impact on productivity. For executive plans, this productivity effect is maintained over a five-year period after adoption; however for broad-based plans, the effect diminishes. This research was conducted by Dr. James Sesil of Rutgers, the State University of New Jersey and Dr. Yu Peng Lin of the State University of New York at Buffalo.
KEy FINdINgS aNd IMPlIcaTIONS FOR PRacTIcE
The most common strategic staffing practices for both executives and front-line employees are one-on-one interviewing, applications, and the use of references (all 100%). However voluntary turnover is lowest when more sophisticated forms of selection-such as psychometric testing-are used.
• To reduce turnover, firms should invest in progressive, sophisticated selection techniques that select executives and front-line employees that are a good "fit" with the organization.
Management by objectives (MBO) is by far the most common form of performance management (~60%), with 360-degree feedback growing in popularity (16%). MBO is effective in reducing turnover (-10% executive and -4% front-line), but the executive turnover reduction for 360-degree feedback (-6%) is not statistically supported. For front-line workers, 360-degree feedback actually increases turnover (21%).
• First-line employee discomfort with 360-degree feedback performance appraisal should be recognized and ameliorated before the system is applied to front-line employees.
• Premature use of 360-degree feedback for front-line employees could lead to an undesirable increase in turnover. There is superior firm performance immediately after stock options are adopted for both executive plans and for broadbase plans (50% or more of employees). The superior performance is maintained for executives over a long term (5 years is the study limit), but broad based stock option plans tend to have only a short term (one year) additional effect on firm performance.
• Executive stock option plans should be used to promote superior firm performance over a long period.
• 
